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wruAPANTIES TOR:  Denuty Pirector of Central Intellirence

TR + Jokn ¥. Dlake

Deputy Rirector for Administration
SURITCT . personnel Nevelopment/Tralning
NFFERENCE . Your erorandum for Tx Sec, nh's oand

Comptroller dated 10 August 19876, Subject:
Additional Action Items Arisine Out of the
1¢78 Prograrm Review

1. This memorandum is in response to paragrani 3 of
referent, which requested 2z review of Agency plannias for
personnel develepment, and proposed utilization of the
Personnel Development Program (PP) as the mears of improving
and wonitoring the trairing plans. The request has several
facets., i.e., the develomment of executives an’ MINATETS,
maintengnce or improvement of thke professional expertise of
individuals (currency ir the state of the art). and a Tro-
eram to insure training begins early in an ermnloyees's Career.

2 1n referent request, you state your lesire to have
the PDP accommodate this vital dimension of nersonnel develon-
ment. The study and recommendations offered below have been
prepared with this caveat jn mind. I believe, howaver, that
in the area of ensvring professional proficieacy of our
managers, analysts, scientists, engineers, adeinistrators.
etc., that we need not be restricted te use of our existing
mechanisms. These tend to focus on deliberate and phased
development over the long haul. 1 suggest that supplenental
efforts based on short ranjge. jncluding self-initiated,
considerations should not be ignored. An example is the SFMP
(Senior Fzecutive Hignagement Proficiency) program recently
inaugurated in this Mirectorate. To complemert our current
procedures and the recopmendations of this nerorandum, I
have reguested my staff to explore and to prepare recomeenda-
tions on adlitional ways and means to encourage the naintenance
and enhancement of ths preficiency of our professionils.

5. The PP, which is a resnonsitility of the Head of
the Career Service, was Jesigned to serve tha purpose of
plarned training and develormant of Agency nersonnel, The
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POP oricinally related only 1o executive level nersonnel,

Lut was subssquently expanded te produce Develonmental Pro-
files. i.e., career tracks for all professions and disciplines
of the individual Career Service or Career Suhgroups., Part I
of the PDP, Fxecutive Level Development, focuses on three
rajor aspects of exacutive development: the jdentification
of executive level positions, and more particularly those be-
coming vacant over a three-year period: the jdentification

of executive level personnel fully qualifying for the
vacancies, and the identificetion of officers in the £S-13

to N8-15 srade range who show potential for executive develop-
ment. A vitally important saspect of the planning for this
third group is the 1list of traininpg courses and assignments
determined to he essential to the development of the individual
officer. This part of the PIP is develoned at the Career
Service Subsroup level, reviewed and cornsclidated into a
Career Service report and suhsequently consolidated into an
Agency report, with a statistical analysis for the DDCI's
review. lanme listings are required, but are normally retained
by the Head of the Career cervice for individual review with
¢he DNCI. The FY 77 PDP statistical report and analysis is
now being compiled and 1is scheduled for the DNCI's review in
late Nctoher.

4. Part I of the PDP has an evaluation or monitoring
feature in that it regquires a report each year of the plans
previocusly nrogrammed which were actually inplemented. In
addition. several charts of the APP require a report of TDP
involvement: rotation, advanced traininz. gseparations and
retirements. CED charts. tmplenentation of training nlans
15 aleo » cencern of NTR and tle course enrollment form 1s
heing revised to record whether or not the training requested
i in response to PDP planning. The infarmation will be con-
sidered in selecting enrollees for the course in question.

t. Insofar as maintenance of professional axnertise.
ar currency in the state of the art is concernad, we believe
the Developmental Prefiles, Part 1T of PP, can be used to
strengthen this area. The Profiles prepared by the individual
nffices or Directorates are designed to provide a career track
or proerassion for the disciplines or prefession aof the

»

resnective offices. Within the framework of appropriate grade
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structures, they reflect assignments and training which could
resgonably he expected at those levels. Prefiles for the

four Nirectorates have now been completed and published. They
are available to all personnel of an Office or Jirectorate,
and the Office of Personnel maintains copies of the Profiles
of all the Career Services for the review of emplovees
interested. We helieve these Profiles can be the mechanism
for insuring maintenance of the professionalism of our
smployees. A follow-up review of the Profiles has been tenta-
tively scheduled for early 1577 to evaluate the validity of
+he plans, gather ideas for revisions and sharc experionce irn
use. %o will ask these evaluations give particular emphasis
to any necessary revisions, to include internal and external
training, which will maintain or enhance the professionalisu
of our nersonnel as s whole.

6. In summary, the Agency's personnel management system
containe the basis for 2 planned training and levelopment
prograr, but there is no question that there is need to improve
urderstanding and imnlementation. Following are recommendations
which we helieve help achieve these ends:

a. The responsibility of ieads of Career Services
for the proper development of the PDP for their
resrective Career Service and for implementation
of the plans contained therein be reaffirmed by the
DDCI.

L. Career Services bhe requested to evaluate
the current use of the Developmental Profiles and
revise, as necessary, to inrclude state of the
art tralning courses at appropriate levels in the
career track.

. Career Services identify the employees who
btelong to or arc associated with the individual
career tracks tp insure employee and supervisor
awareness of the value of using ths Profiles for
developmental plannins including the reconmended
training.

4. The Career Service Senior Training Officer
he responsible for monitoring training enrcoliments to
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insure compliance with the PDP Part I plan for
individual officers. Traianing for persomnol rot
specifically identified in PDP Part I should also
he monitored to insure individuals are recelving
training in sccord with the Profile reconmrnda-
tione and that all concerned individuals are con-
silered for training.

e. The Training Selection Board be provided
with the PDP Part I training plans, by name of
employee and programmed development. of thoe
respective Larcer Services for review when making
senior school selections,

£ The Career Service Senioer Training Officers
should, in conjunction with OTR, gdvise, reviow

and make recommendations for the Training parts of
the Nevelonmental Profiles.

i/ TWhm b PBloke~

John F. Blake
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